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CHAPTER I 
INTRODUCTION 
"In essence , careers for women should not be any different 
from careers for men. Decisions with respect to gainful and satisfying 
empl oyment for women s h ould be made on the bas is of occupational 
outlook and t he demand for workers in the growth occupations as well 
as on individual interests and capabilities. " (Careers For Women In 
The 70s , page 11). 
In recent years , a great deal has been written and spoken about 
equal rights for women , with equal employment opportunities be ing in 
the forefront. The Women's Liberation Movement has in some way 
touched the lives of each individual within our society today. 
According to Maltz (1967), the self-.image is the foundation stone 
of the whole personal ity. Thus, it becomes re l evant that examination 
be made of the female 's image of herself in order to properly and 
objectively l ook at how other members of society view the woman and 
her role in business. It would appear to be worthwhile to t ake a l ook 
at what women outs ide of those active ly participating in the Liberation 
Movement are thinking about themse lves , and about their responsibility 
for meeting the demands made upon workers , in general , in the labor 
market. 
In this study , a review was made of the present imag e of fema l e 
workers in retailing jobs in Cache County , Utah. Consideration was 
given not only t o how the female views her opportunities for advance-
ment on the job, but also to how she feels about he rself and her rela tion-
ship t o others in the world of work . 
Statement of the Problem 
The purpose of this study was to determine the career image fema l e 
workers in retailing occupations in Cache County , U tah have of them -
selves. More specifically, the following questions were answered: 
1. What is the highest educationa l l evel atta ined by women in 
retailing jobs in Cache County? 
2. How l ong do female workers think is an adequate length of 
time to remain on a job before getting a promotion? 
3. I s the current training and experience of women employees 
adequate to meet the requirements of the retailing business in Cache 
County? 
4 . Does the fema l e worker in retailing have a des i re to advance 
up the career l adder? 
5. Is the fema l e worker will ing t o further her educa tion in order 
to qualify for higher job positions? 
6. Do fema le workers feel they have equal capabilities for coping 
with the stress of probl ems in business when compared with men? 
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7. What is the promise for adva nce ment in the present job being 
staffed by women? 
8. What discussion has there been with employers regarding 
potential advanceme nt on the job? 
9. What is the job status of women who are working in retailing 
in Cache County? 
10. Is the reta iling businesswoman working to meet an immediate 
finan c ial nee d and then planning to quit work? 
11. Does the fema l e worker expec t equal opportunity for promotion 
and advancement? 
12. From the point of view of the female worker , is promoting 
women into strategic positions which re quire l ong-term commitment to 
the j ob a practical thing to do? 
Importance of the Study 
Much has been written regarding the progress made by women in 
the job market during the past few years . In view of thi s emphasis 
nationwide, it seems imperative that a c l oser l ook be taken at w hat 
actua lly i s occuring with women on the job. The question of the female's 
ability to acquire and function effectively in jobs which heretofore have 
been staffed by men becomes of prime concern in ana lyzing the status of 
women in the labor market. 
It is important to determine whether women are actually receiving 
equal oppor tunity with men for job promotions and salary increments in the 
present labor market. 
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It is found that the pos ition o f wome n workers , even in 
governmental j obs , is not on a representative leve l with the number of 
femal es on the job . Women constitute nearly two-fifths of the nation's 
work force according to data gatherd from a U .S. Government report in 
1971. (Careers For Women In The 70s, page ll.) 
Also , from another government report can be seen the following 
da ta re lative percentile representation of women in the work force , 
The position of the 4 6 percent of the department ' s 
fe male employees is roughly equiva lent to that o f 
blacks. Women comprise o nly six percent of all 
supergrades , and 12 percent of senior staff or 
supervisory positions, but they constitute an awsome 
85 percent of the l ower grade secretarial , clerical , 
a nd technical positions. The average sala ry of women 
i s 39 percent be l ow the average of all employees . 
(Th e Fina l Report of Minorities a nd Women In The 
Department of Labor , Oc t obe r 197 1, page 15). 
The foregoing summarization of the status of women in 
g overnme nt j obs, indicates a pronounced imbalance in attainment l evel 
of women on the job. 
In yet another study com ple ted by the U.S. Government to deter-
mine the status of women in the labor market during 1970, it was noted: 
One should be able to see that much of the progress so 
enthusiastically ascribed to minorities and women by 
some social scientists i s either an overconcentration 
of both groups in industries in wh ich the average wage 
rates are low, or e mpl oyme nt in thos e jobs which are 
l ow-paying and offer little opportuni ty for advancement. 
(Employment Pro fil es of Minorities and Women In The 
SMSA 'S of Sixteen Large Ci ti es , 1970, EEO Commission , 
Intr oduction). 
-r--""'A It was seen from literature on job possibilities for women during 
the 70s that women are discriminated in the job market. 
Women tend to be lumped into certain occupations, 
usually the low status , low salaried jobs . The 
percentage of women holding these low staLus 
positions reveals the type of discriminatory employ-
ment practices which still exist for women once they 
have actually been accepted into an entry level 
position. (Careers For Women In The 70s). 
(_ ( ~ r" ~ rY .J• '("(" ., r I C) '?Q 
There is , however, a note of optimism expressed rela tlve to 
future possibilities for women in the labor market. This...hop.e....was 
expressearhrough the foregoing reference also . 
Women's opportunities for rewarding employment will 
be directly related, not only to their l evel of skills 
and experience, but also to the labor market demands 
through the remainder of the decade. (Careers For 
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Women In The 70s). '""'~'\ ...;o...J S , i'i> ~ 
According to Griffiths (1970), fewer women are enrolled in 
higher education today than was the case during 19 30. Considering 
the fact that this is true, it becomes important to determine whether 
women want equal opportunities with men, or whether there is more of 
a desire for comparabl e pay and promotiona l opportunit ies once they 
are actually on the job; whatever their reasons for wanting to work may 
be , some questions become relevant in considering the commitment leve l 
of women to the work force. Is the discrepancy in career opportunities 
one of lack of opportunity , for which the female is currently striving? 
If this is true, why has the ava ilability of higher education for women not 
promoted greater interest and part icipation from women? If the discrepancy 
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i s due to lack o f interest on the pa rt of women in seeking lengthy 
business career s , could this lack of interest have been caused by past 
lack of opportunity and resultant dissolusionment over past fa ilures? 
A study conduct ed on Utah's work force i n 1970 s h ows that o n 
a state-wide basis , some 58 percent of the women worke rs from a cross -
section of the job industry, expressed a desire to c hange jobs. (Avail-
ability Analy sis 1972 Annua l Average Population and Labor Force Statistics ). 
One result of this study will be to bring out wha t the female ' s 
image is of hersel f. It seems necessary that women first think of themsel ves 
as equal to the demands of the labor market , for it has been found , according 
to Maltz ( 1967). that self- concepts great ly influence our lives. Al most 
a ll of an individual's behavior i s based upon the way he perce ives himself. 
The self-image is the foundation stone of our whole 
personality . Because of this, our experiences seem 
to verify, and thereby strengthen our self- image , 
set ting up a vic i ous (or pl easant) cycle ... " Maltz 
(1967), page 5 , as quoted from Broughton ( 1969) 
Further , employers will be abl e to benefit from the resu l ts of this 
study to determ ine the commitment leve l of female employees in Cache 
County , and it will be determined whether women believe they are treated 
fairl y in the Cach e County work forc e , when compared with me n. It will 
be seen whether women are interested in upward mobili ty on the job; w hether 
they are ready to meet the chall enges o f business , g iven the proof that the 
opportunities are present. Depe nding upon how \MJmen respond to questions 
regarding their desire for promotions and their willingness t o train for jobs , 
it will be known whether there is a probl em of n on-aspirati on of women 
for upward job mobil ity or non- ava ilab ility o f top jobs to them . Of 
value to women , this study will a ll ow them t o see what their career 
potential is with the retailing trade in Cache County. 
Scope of th e Study 
For the purposes o f this s tudy , onl y women work ing in sales or 
sal es - re lated j obs in Cache County , Utah were considered. No special 
emphasi s was made on minorities, other than women , although some of 
the women surveyed may have been part of another minority popula ti on . 
It was assumed that all responses to questions in the questionna ire 
were answered t ruthfully by the part icipan t s . It was further assumed 
that the women not surveyed would have responde d in the same manner 
as those included in this study , and that the popu la ti on interviewed was 
representative o f those women in a ll retailing jobs in Cache County, Utah. 
No differentiation was made be tween divorced, widowed, separated, or 
wome n married to men with incomes bel ow the level which would require 
their wives to work. 
The 15 firms selected to pa rticipate in this study were not necessarily 
representative of a ll retailing firms in Cache County , Utah. 
Definition of Terms 
The foll owing terms were defined as t hey apply to this study: 
I mage : Image refers to the impression wome n are making upon other 
people in bus iness. A mental conce pti on held in comm on by members of a 
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g roup and symbolic o f a basic attitude and orienta tion . 
Re tailing: Retailing refers t o t he selling of commodities or goods 
in sma ll quantities t o ultimate consumers. 
Businesswoman: Businesswoman in this report refers t o women 
workin g in any line of work where th e persons are considered to be gain-
fu lly empl oyed. 
Libe ration Movement: Libera ti on Movement as used in the context 
of thi s report , refers to the femal e Liberati o n M ovement, in general. 
Egua l Opportu nity: Equal Opportunity refe rs t o whether women a re 
considered on the same basis as the Ang l o Saxon male for job opportunit ies. 
CHAPTER II 
REVIEW OF LITERATURE 
Introduction 
It is d i fficult to deal with any face t of equa li ty fo r wome n wi thou t 
first taking a look at t he previous status of equal opportunity for 
women. Perhaps this past status of women has been due , at leas t in 
part , to the woman herself, as is ind icated by Koon tz in the foll owing: 
. .. If women in general have been discriminated 
against on the job , part of the probl em may be in 
women ' s own image of themsel ves . Perhaps they 
have thought of themselves as l ess capabl e than 
men , or as better suited for routine tasks .. • In 
a ll of th is , women may indeed have sold themsel ves 
short. (Koontz , 1970, p3ge 13) . 
According to Koon tz , the new trend is for women to reverse the 
attitude of only hav ing two choices in life , "marriage , or work " and now 
they think of these two choices among various patternings of marriage and 
jobs. 
Historical Data on :w'~rk inq /Women 
The advent of Worl d War II made it necessary f or many mothers to 
take jobs . However , afte r the war was over, these women continued 
working . By 1955 , reports indicated that more than a th ird of the mothers 
of school -age children were employed . This trend evoked much negat i ve 
reaction from both professiona l and lay people . "Major socia l c ha nges 
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normally evoke more negative than po sitive emotions, as people confuse 
the familiar with the superior. " (Nye and Hoffman , 19 63 , page 6). 
According to Nye and Hoffman , sociol ogists and psycholog ists took a 
very pessimistic vi ew of these working women and l umped this trend 
a l ong with others , suc h as higher divorce rates , more c rime and 
delinquency , and increased alcoholism among w·omen . Some peopl e 
still contend that the employment of mothers l eads to juvenile 
de l inquency . It was noted in a recent report by the U . S. Department 
of Labor , Women ' s Bureau , that there still remains no data to support 
this c laim. The studies which have been made do indicate that it is 
the qualify of a mother ' s care that counts , not the quantity. 
In the past, as was indicated in one study , women workers were 
re l egated to somewhat menial tasks: 
As in manufacturing , men and women were rarely hired for 
the same k inds of work ... wome n sal es clerks were usually 
fou nd in barga in basements and other departments which 
carried l ow-price d items and did not require knowl edge of 
stock , and in departments which sold women ' s clothing and 
accessories .•. Selling , howeve r, was the first step up from 
domestic service and factory work for t he daughters of 
immigrants, and over half the women sales c l erks had 
immigrant parents . (Lyle, Jerolyn R. , Affirma tive Action 
Programs For Women , page 9 ) 
There were 19 . 8 million married women (husbands present) in the 
labor force in Marc h 197 3; the number of unempl oyed men was 2. 5 milli on. 
If a ll the married women stayed home and unempl oyed men were place::l in 
their jobs , there would st ill be 17.3 mill i on j obs unfi lled . Most of 
these jobs he ld by women require skill s in secretaria l and c l erical areas , 
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accord ing to informat ion gathered from the U . S. Department of Labor, 
Women ' s Bureau . There is indication that the re would be a shortage of 
ma l e applica nts to fi ll the void which would be l e ft if women vaca ted the 
positions they currently hold in the labor market. 
Sel fclmages 
According to a study conducted by Combs ; Avila , and Purkey (19 71), 
attempts to improve the fee lings of pos i tive se lf images in industry have 
resulted in great improvements in empl oyee contr ibuti ons . 
• • • A group of women .. . were given successive priv ileges 
and incentives ---and wi th each addition their production 
rate rose . Then, when all these things were taken from 
them, production went up again . Apparently , the boost 
in self-esteem whic h these women experienced because 
they were part of a n experiment and so "important to the 
compa ny" was more s ignificant in their performance than 
the incent ives conc iously applied by the resea rc he r s. 
The au thors of thi s study noted that during the period of the 
experiment , turnover decreased and so did grievances and absenteeism . 
It woul d appear that the sol ut i on to c l aims that women have l ow commit-
ment to the l abor force could be helped by revers ing the old stigmas , 
the negative images attached to wome n in genera l. 
Women In The Labor _Force 
From U . S . D epartment of Labor statistics , it was noted tha t 
"more than four ou t of t en married women , 2 5 to 34 years of age were 
workers in 19 7 3 , as compared with l ess than three out of te n in 19 6 3 
and about two out of t e n in 19 48 ." (U . S . Department of Labor, Emolov -
ment Standards Administration, \.Yomen ' s Bureau , Women Workers Today , 
page 4). 
These statistics indicate that t he re are more women entering t he 
labor marke t today , and remaining for l onge r periods of time. 
Salary discrepa ncies 
Accord i ng to U . S . Departm e nt of Labor stat i stics ga t hered in 
1973 , some 45 percent of a ll women 16 years of age and ol der , in the 
popul ation were in the work force, but there was great d i sparity in the 
wages earned by men and those earned by women. 
Among workers full y empl oyed the year round , women's 
median earnings were le ss tha n t hree -fifths of those of 
men---$6,335 and $11,186, respectfully during 1973 . 
These substantial differences may be due in part to the 
con centration of wome n in certa in occupa tions , which 
could involve elements of discrimination. (U.S . Depart-
ment of Labor , Employme nt Standards Adminis t ration , 
Women's Bureau, Women Workers Today, page 6). 
Addit i onal statistics on salary ranges of men compare d with 
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those of wome n, indicates the difference is still apparent although the 
fema le may actually have equal or greater educationa l preparation than 
the male, and a l so may have a l onger time with the company. 
Sa la rie s of $ 12 , 000 to $15 , 000 for me n compared with 
$9,000 to $ 12 , 000 for women. Number of years with 
the company were: Males , 6-9 yea rs; Femal es , 9-1 2 years. 
(Lyle, Jerolyn R., Affirmative Acti on Programs For Women , 
page 28, c hart summary). 
The U . S. Department of Labor reports that women are more like ly 
to be whi te -collar workers than are men , but the jobs they hold are 
usually le ss skilled and pay l e ss . Nearly 35 mill ion women are in the 
labor force today, and some believe this is because the ir ta lents and 
skills are needed by the American economy . 
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Need For Women To Work 
In general, it is conceeded that women work for the same reasons 
men work . As can be seen from the following statistics on employed 
women in the United States, there is a definite need for women to work. 
0 f the 54.4 million families in March 19 7 3 , 6. 6 million 
were headed by women. About 3 . 5 million, or 53 percent 
of the women family heads were in the labor force, and 
nearly two-thirds of these women workers were the onl y 
earners in their families . Nearly one out of three families 
headed by a woman had an income below the poverty 
l evel in 197 2. Total women workers in 1973 were as 
foll ows : 
Tota l a ll women workers 
Single women 
Married women (husband present) 
Married women (hu sband absent) 
Widowed women 
Divorced women 
33 , 904,000 
7 , 739 ,000 
19, 82 1,000 
1, 522,000 
2 ,484 ,000 
2 , 338,000 
100% 
22 . 8% 
58.5% 
4.5% 
7 . 3% 
6.9% 
(U.S. Department of Labor , Employment Standards Adminis-
tration, Women ' s Bureau, Why Women Work). 
. ' Common Myths Regarding Women 
There are many myths surrounding working women in particular, 
and women in general. One of them is that women are out of the office 
ill more than men, hence they cost the company money . A public 
hea l th study was conducted by the U.S. Department of Labor and it 
showed li ttle difference in the absentee rates of women compared wl th 
those of men, due to illness or inj ury . "Women are absent from work 
5 . 6 days a year on the average, compared with 5. 2 days for men. (U.S . 
Department o f Labor , Women 's Bureau, The Myth and The Reality). 
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Many believe tha t women are innately in fe ri or to men , though 
there has bee n n o scientific data to prove this position . It is felt 
tha t women should display infer ior abilities to men. This is con-
sidered to be the natural way of a woman . Observation of the foll owing 
informa tion from a book by Lyle points this out. 
The idea that woman ' s inferiority is, in some degree, 
"natural", is the ce ntra l thesis of the first and proba bly 
the oldest ra tionali zation of differentia tion on the basis 
of sex in the American context . Despite repea ted pro-
nouncements by modern psychol ogists that innate and 
culture - bound differences between the sexes do n ot 
suggest the infe riority of either , it continues to serve as 
a justification for oppression . (Lyle , Jerolyn R., 
Affirmative Action Programs for Wome n, page 28). 
Regard ing the ol d myth that women don 't work as l ong or as 
regularly as men , U.S. Department of Labor statistics indicate the 
following, "A declining number of women leave work to get marri ed . 
Among those who do leave work , a majority return when the ir ch ildre n 
are in school. The average woman worker has a worklife expectancy of 
25 years as compared with 43 years for the ave rage male worker. The 
single women averag 4 5 years in the labor force . (U .S . Department of 
La bor , Women 's Burea u, Th e Myth a nd The Reality). 
Some have thought that a woman's pl ace is in the home , or that 
the re are certa in t ypes of jobs which are "women 's jobs". The foll owing 
data sheds some light on this myth. "Trad ition,rather than job content, 
has l ed to la beling certa in j obs as women's a nd others as men's. In 
measuring 22 inherent aptitudes and knowledge areas, women excel in 
six and men excel in two. (U.S . Department of Labor , Women ' s 
Bureau, The Myth and The Reality). 
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After going into a slump in acquir ing an education during the 19 30s, 
women are becoming more education oriented again. "Over the past 
10 years, the number of women receiving a high school diploma increased 
by 50 percent and those attending college increased by over 70 percent. 
(Reische, Women and Society, page 55) . 
Womens Acceptance of Jbb Responsibility 
One of the questions whi ch will be clarified by this report is that 
of women not desiring responsibility on the job; they don't want 
promotions or j ob changes which add to their work load, according to 
the views of many . From information obtained from a U.S. Department 
of Labor report , when women are given jobs of responsibility, they do 
cope with the responsibilities of the job, in addition to personal home 
responsibilities . Very interesting data comes from this same Department 
of Labor report regarding the popularity of these women in higher j cbs. 
In a s tudy where at least three-fourths of the participants, both male 
and female, had worked for female managers, their evaluation of women 
in management was favorable. In another survey in which 41 percent of 
the reporting firms indicated they hired women executives, none rated 
this performance on the part of women managers, as unsatisfactory. 
Fifty percent ra ted them adequate , 42 percent rated them the same as 
their predecessors , and 8 percent rated them better than their predecessors. 
The results of this study can be see n in The Myth or The Reality. 
I 
Studies on Marriage Versus Work lhcentive 
16 
The image of the working mother appea rs to be qu i te good among 
children of these women. "Two out of every three girl s whose mothe rs 
had worked after marriage reported that this had an effect on their own 
plans . Al most a ll saw the influence as positive." (Ginzberg , J; li, page 29 ). 
Many women appear to be re-evaluat i ng the "necessity" of getting 
married . Prior to women concentrating on finding a husband, they are 
trying to find out if they really want to be a wife in the first place. There 
is a trend toward a retreat from parenthood , as indicated by Gavron in a 
book entitled The Captive Wife . A decline in the birth rate began in the 
1870s among the middle class a nd has spread throughout society, 
continuing on d own to our present day, allowing more years when a 
woman will be free to enter the world of work . 
It would appear that gaining an education increases the work 
incentive of the fema le, The more educated a woman is , the more likely 
she is to seek work . "Among women who have a coll ege degree, work 
participation is 55 percent. And , it exceeds 70 percent am ong women who 
have pursued graduate study." (Reische, Diana , page 55) . 
/ 
Current !!'rends 
Some statistics on trends for working women in the State of Utah , 
indicate a change from the past history of women in the careers. A 
summary of a report by the Utah Governor's Comm ission fo ll ows regarding 
these trends . It is assumed that the reliability index for the national 
picture would be fairl y correlative to this one . 
l. The average life expecta ncy of women today is more 
than 75 years , and rising. 
2 . Childbearing patterns have changed. Earlier marriages 
and fewer children mean that the average mother of 
today has at least 40 years of life ahead after her 
younges t child is in school. 
3 . Nine out of ten girl s will marry . 
4 . Eight ou t of ten will have children . 
5. Nine out of ten will be empl oyed outs ide their homes 
for some period of their lives. 
6 . At l eas t six out of 10 will work fu ll -time outside their 
homes for 30 years or more. 
7. More than one out of ten will be widowed before the 
age of SO. 
8. At least three in ten will be divorced . 
9 . Four in ten will be heads of families . 
10 . Most girls do not see themselves as achievers or 
problem solvers. 
11 . Most girls are not trained to dea l with a large part 
of the rea lities they will have to face. 
Employment Outl ook For Women 
/ In response to the needs of women in the State of Utah , and in 
ot her states, counsel ing centers have been set up across the country 
to help young mothers find satisfying work. 
The empl oyment outlook for women in 197 5 will continue 
to be favorable , barring cutbacks in general business 
conditions during the inflation squeeze . Wome n workers 
should enjoy ex cellent opportunities in sel ected profess ional 
and techni cal , managerial, c l er ical , skilled craft , and service 
occupations . Legislation enacted during the past decade 
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prohibiting sex discrim inatio n in empl oyment shoul d open 
up new opportunities for wome n to train for and e nter into 
more diversified jobs and to a dvance to jobs o f higher 
skill l evels. Women who are informed about opportunities 
before mak ing career sel ect i ons will be abl e to capitalize 
on these opportunities in fields where s killed workers will 
be in demand. (U.S. Department of Labor, Empl oyment 
Sta nda rds Administration, Women ' s Bureau , Women Workers 
Today , page 4). 
It would appearfr-eHt-t:'tte-p~~~rep<!>rt: that wo~en who work can l ook 
forward to quite promising job situations in the future . 
Planning and ¢'0unseling 
There appears to be a positive approach to planning for the 
female at work in the State of Utah. There also seems to be a c hange 
in the image of others regarding women . One result of this change in 
how work ing women a re be ing v iewed by state and national government 
l eaders , is a new empha s i s on career counseling. 
In recent decades the rol es and respons i bilities of wanen 
in society have undergone great change . The multiplicity 
of ways in which women are now called upon t o function 
has convinced the Commiss ion that realis tic li fe pla nning 
for today's g irls is essentia l. (Governor ' s Commission on 
The Status of Women, Memo to school counsel ors of Uta h). 
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This Commiss i on report was aware that the need for proper guidance and 
cou ns e ling of g i rls in the schools had to be met in order to prepare these 
young women for the future la bor force. The report pointed out that girls 
need assista nce in seeing themselves as achievers . Too many of the 
g irls i n Utah today, it was noted , view themselves as something less than 
wha t they perceive men to be. They l ack the sturdy self-concept tha t 
which is so neces sary if they are to move into the futu re with assura nce . 
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It was noted that girls need encouragement in deve l oping broader ranges 
of aptitudes and a wider sense of what is feasible for th em to accomplish. 
In general , it was dec id ed , that g irl s need ass istance in developing 
goal s for themsel ves which match present reality . 
From s till another report by the Governor 's Commission of the 
State of Utah , it was found that the youngest child of mothers in Utah is 
generally in school w hen the mother is 35 years of age , l eaving her with 
30 to 35 years in which h omemaking is not a fu ll-time job, requiring a ll 
the hours in a day . However, it is generally conceded that the home 
should be the woman 's first priority . 
Homemaking is still her first respons i bility , and whether 
s he does the work herself or has it done , she should be 
eff ic ie nt in ma nagement and effect ive in human relations 
in order to minimize the frictions that arise when trying 
to manage two careers . (Governor 's Comm i ssion on The 
Status of Women , Expectations) . 
Life Span of Women 
With t he l engthening of the li fe span o f women , there i s an 
inc rea sed number of years in which the woman can be part of the labor 
force after a ll c hildre n are out of school. 
The l engthening of a woman ' s life span from less than 
SO yea rs to a full hund red years is o ne o f the dramatic 
changes of the twentieth century. 
At the beginning of this century , the average fema l e li fe 
span was under 50 years. Marriage typ ically came later 
in the li fe span than it does now ... not many yea rs of 
active life remained after the l a st child was raised. 
By 19 70, the average female life span had increased to 
75 years •.. now women have half the ir lives before them 
when the mos t time-c onsuming years of c hild rearing are 
over . 
Predictions are that by the year 2000 a woman 's life 
expectancy will be up to 100 years . Ch ildhood and 
adol escence , together with bas ic education, will take 
less than a quarter of that life span. More than three-
quarters of life will be open for the many possible com-
binati ons of further education , training, employment, 
marriage, childrearing, community work, and recreation. 
(Women's Bureau, Employme nt Standards Administration, 
Governor 's Commission on The Status of Women, U.S. 
Department of Labor, Expectations, January 23, 1975). 
Concentration in The Labor Force - National 
From a recent survey conducted by the U . S . Government, data 
was found indicating that concentration in the labor force for men and 
women was imbalanced. Women constitute most of the lower level, 
clerical jobs, which have traditionally been l ow paying jobs. The 
following chart summary shows the exact statistics. 
Percent 
l. Cl erica l Workers 34 l. Craft Workers 21 
2. Service Workers out- 2 . Clerical Workers 7 
side the home 17 3. Managers and Ad-
3. Professional and Tech- mini strat ors 14 
nical 15 4. Sales Workers 6 
4. Operatives 14 5 . Operatives 19 
5. Sal es Workers 6 . Professional and 
6 . Managers a nd Adminis- Te-chnical 14 
trative 7. Service Workers 
7. Private Household outs ide the home 8 
Workers 4 8 . Other 5 
8. Other 9. Nonfarm Laborers 8 
Cache County Labor Sfatistics 
In a review of li terature relating to Cache County 's labor force, 
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statistics ga ined through the Logan Employment Security Office indicated 
that th e population of Cache County in July 1971 was 43,400. Personal 
incom e for the period from 1960 to 1971 was $112,988 . Per capita 
income for Cache County in the span 1960 to 197 1 was $2 , 600 . There 
was 18 , 940 women in the Cache County labor force . 17 , 890 of these 
were employed during the year 1973 . There were 14 , 456 in non-
agricultural jobs. The exact breakdown of the job placement in Cache 
County ' s work force during 1973 was as follows: 
2 , 9 71 in manufacturing jobs 
727 in construction jobs 
433 in transportation, communication , and public utilities 
2, 74 7 in retail trade 
37 1 in finance insurance and real estate 
1, 652 in service and miscellaneous j obs 
5,555 in government jobs . 
Taking a look at the nati ona l picture of women in occupations 
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for 197 3 , the U.S. Departme nt of Labor Statistics reports the follow ing: 
6 . 7% of the female laborers were sales workers 
36 . 5% of these women were in clerical jobs 
18.9% were in the professional, technical, and related categories 
2.8% were in non-farm management, and administrative jobs 
8 . 5% were operatives 
• 3% were in transport equipment operative positions 
• 4% were non - farm l aborers 
1.1% were craftsmen , foreme n and related categories 
Mi nority Women 
With a ll the difficu l ties women in genera l appear to be having , 
those women wh o are mi norities are still getting the darkest side of the 
picture . Minority women , particularly black women, are in the labor 
force in greater numbers , both married and singl e . Yet they command the 
l owest pay and least status jobs in the labor market. 
There were 3. 5 million non-white women (about 9 3% of 
these were Negro) in the labor force in 19 65 . Forty - six 
percent of a ll non-white women ( 37% of a ll white women) 
were workers . 
In general, non- white women have higher unemployment 
rates , l ower incomes , and less schooling than white 
women , and more of them are concentrated in low-skilled , 
l ow-wage occupations. (Bowker/CIS Congressional 
Document Series, Discrimination Against Women, page 345 , 
197 3). 
Education 
It would appear that the fema le's expectation for future success 
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would have a definite affect on her motiva tion to prepare for higher job 
positions . On the basis of research ga thered from 15,000 women 
coll ege graduate s, the impact of the twin factors of motivati on and 
discrimination upon the role of women in both higher education and the 
job world a re noted: 
The greatest change since the turn of the century has 
been the narrowing of the gap betwee n the sexes in 
obtaining the first degree: Wome n obtained only 19% 
of the Bachelor's degrees at the turn of the century, 
40% by the early 1960s, and abou t 43% during the la st 
five years . 
At the Master's level , the increa s e ha s been from 19 % 
at the turn of the century, to a high of 38% in 1940, 
then down to 32% by the ea rly 1960s. At the Doctorate 
l evel , the number of wom e n graduates increased from 
six percent at the turn of the century to peak at 16% 
in the early 1930s, then slipped to 13% in 1940, then down 
to a l ow of 11% in the early 19 60s , where it has remained. 
(Bowker/CIS Congressional Hearings on Equal Rights in 
Education and Employment, Discrimination Against Women , 
page 455 ). 
Career Satisfaction Among Women 
Evidence seems to support the position that women who are house-
wives are about equal in job satisfaction with women who work. To 
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make a determination whether there were any differe nces in housewife 
versus non- housewife sat i sfaction among wome n, a study was done o f 
white femal es whic h y ie l ded decisive i nforma tio n a l ong these lines . 
The overriding fac t or wh ich determined the degree o f sa ti s fact i on or 
non-satisfac ti on among women who worked , was salary . If the woman 
fe lt she was being a d equately compensated for he r time in the labor 
force, she was fou nd to be just as satisfied as the woman who was a 
fu ll -time housewife . 
On 109 compari sons , on ly two differences reached the . OS 
l evel of significance. The differences suggested that 
among white females wh o perceived the i r annual family 
incomes of l ess than $6 , 000 as below the i ncome level of 
the average American family , housewives were more like ly 
to be satisfied with their work than wome n who had full-
time j obs . 
These find ings cast doubt on the hypothesis that females 
with fu ll- time j obs are less satisfied with the i r work than 
fema les whose fu ll -time work activity i s housekeeping . 
The only instance where the hypothesis appears to have 
applicabil ity ari ses out of the reaction of fema l e workers to 
l ow-salaried jobs which do not provide or contribute to a 
fam ily income perce ived as equal to or above that o f the 
average America n fam ily. (Weaver, Charl es N ., A Compa rative 
Study of the Work Sat i sfact ion of Females With Full -Time 
Empl oyment a nd Full-Time Housekeepi ng , Journal of Applie d 
Psych ol ogy , Volume 60 , pages 117-11 8 , 1975 ). 
Contempora ry Attitude s 
As la te as 1972 , there s till appeared to be some d i ff i culty wi th 
approving of career women except where married women must work in 
order to suppl ement thei r husband ' s income , as can be seen by comments 
made by Edwin Lewis : 
Girls who plan for a career are l ess well adjusted than 
thos e who are content to become housewives. Not only 
is the career- oriented girl like ly to have a rather poor 
self-concept, but she a l so probably lacks a c l ose 
relationship with her family. (Lewis, Edwin C., Developing 
Women 's Potential, page 33). 
There still remains a vast difference between the salary ranges 
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of men and those of women. Median incomes for women were 55 percent 
that of men for all workers in 19 70, according to Lyle. This comparison 
was made of part-time workers . For full-time workers, the median 
income for women was only 59 per cent that of men. Perhaps the following 
paragraph best sums up the contemporary attitude, at least of some 
individuals in society. 
The id ea that woman's inferiority is, in some sense, 
"natural", is the central thesis of the first and probably 
the oldest rat ionalization of differlentation on the basis 
of sex in the American context. Despite repeated pro-
nouncements by modern psychologists that innovate and 
culture-bound differences between the sexes do not 
suggest the inferiority of e ithe r, it continues to serve as 
a justification for oppression. (S ource Unknown) 
CHAPTER III 
METHODS AND PROCEDURES 
This section of the report is concerned with the methods and 
the procedures employed in conducting this study and with analyzing 
the data gathered on the female work force in retailing occupa tlons in 
Cache County, Utah. 
A pilot study was conducted . To accomplish this, a questionnaire 
was devised , based upon the questions listed in the Statement of the 
Problem section of this proposal. Interviews were conducted with three 
women who work in retailing positions in Cache County. The responses 
gained through this pilot questionnaire and the oral intervi ews were 
used as a guideline for formulat i on of the fina l questionnaire. Such 
factors as what the women thought about the validity of the questions 
being asked were considered. 
Once refinement of the pilot study questionnaire was accomplished, 
there was a dissemination of the final 125 questionnaires to women 
from 15 selected retailing firms in Cache County, Utah. A stamped, 
self-addressed envelope was enclosed for the return of the questionnaire. 
The actual questions for this survey as stated in the Statement of the 
Problem section of this paper, were rephrased for use in questionnaire form. 
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To obtain the list of empl oyers who were included in this s tudy , the 
Uta h Empl oyment Security Office, Logan Branch , was contac ted a nd a li st 
of all empl oyers inv ol ved in reta iling in Cache County was secured. 
From this list of empl oyers , those employing fi ve or more women were 
considered for inc l us i on in the survey. To determine those employers 
who empl oyed five or more women, telephone ca ll s were made to each 
firm on the list until the desired 15 empl oyers having five or more women 
empl oyed was obta ined . 
The questionnaire was hand-delivered t o the managers of the 
intended female par ticipants in this study . A space was provided for 
the name of the empl oyee, with no designation being g iven to pl ace of 
e mpl oyment. When a ll response s were not returned within one week, 
tel ephone call s we re made to th e managers in an attempt to secure a 
response from the women workers. When there was sti ll an inadequate 
response to compl ete the study , another follow- up telepho ne call and 
subsequent re - visit was made t o the firms where necessary . 
The data obtained was interpreted by noting the percentage of 
women who responded in a particular way to a give n question. An 
analysis was made of how the average number of women felt about a 
part icular issue and th en pre sented in t abul ar form. 
Th e quest i onnaire was constructed on a scale of from one to five (1 to 5), 
with one (1) ind icating a Yes answer , t wo (2) indicating a Probabl y Yes 
response , three (3) Undecided, four (4) Probably No, and fi ve (5) No. 
From this data, conclu sions were reache d and recommendations made 
regarding the sta tus of women in reta iling jobs in Cache County, Utah. 
CHAPTER IV 
FINDI NGS 
Introdu c tion 
The findings from this study are the result of the questionnaire 
responses rece ived. All a nswers have been tabulated and are 
presented in tabular form. Findings are presented in the orde r o f the 
problem statements . 
There was an 80 pe rcent return on the questionnaires sent to the 
15 sel ected reta iling firms in Cache Cou nty. This 80 percent represents 
a t ota l of 101 of the 125 questionnaires distributed. 
Summary of Findings 
The l evel of educa tion attained by the participants is shown in 
Tabl e 1. It can be seen in this table tha t 49.5 percent of the responding 
populat i on had a high school dipl oma or its equivalency. Over one-fourth, 
27.7 percent of the respond ents , were in the l ess than four years college 
e ducational category. At the same time, only 1. 9 percent indica ted they 
had rece ived any vocational or technical training. An even smaller 
percentage of workers , . 9 percent , had rece ived more than a four year 
coll ege education. 
page . 
The find ings of this tabl e are shown on the following 
-Less 
-High 
TABLE l 
EDUCATIONAL ATTAINM ENT 
than a high school diploma 
school diploma or its equivalency 
- Voca tional or technical school 
-Less than 4 years college 
-Four years college 
- Over 4 years coll ege 
- Other 
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Number Percent 
12 12 0 0 
50 49o0 
2 2 0 0 
28 28 0 0 
6 600 
1.0 
2 
__?_,_Q_ 
101 100.0 
The results in Table 2 show what the women felt was an adequate 
l e ngth o f tim e to remain in a job without getting promoted. A majority, 
60 . 3 percent of these women, felt six months t o one year was long 
e nough to remain on a job without getting a promotion into a higher job 
position. A very small percentage, only • 9 percent, felt that women 
should remain on a job l onger than two years prior to getting a promotion; 
16.8 p ercent of the respondents felt that women should be promoted 
during the first six months of employment in the job . See Table 2 on the 
foll owing page. 
TABLE 2 
LENGTH OF TIME WOMCN SHOULD REMAIN ON THE )013 
BEFORE GETTING A PROMOTION 
Number 
-Less than six months 17 
-Six months to one year 61 
- One year to two years 20 
-Over two years 1 
99 
Percent 
17.0 
60.0 
20.0 
__l_,_Q_ 
98 .0 
When women in this study were asked if they met the special 
training requirements for their present job, 66 percent of them stated 
they did meet such requirem e nts. Only 5. 9 percent said they did not 
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meet the training requirements demanded by their job. This data can be 
seen in Table 3 . 
TABLE 3 
SPECIAL TRAINING AND/OR WORK EXPERIENCE REQUIRED 
Probably Probably 
Number Yes Yes Undecided l'!Q_ No Percent 
38 X 37.0 
X 9.0 
X 3.0 
13 X 13.0 
~ X ~ 
101 100.0 
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Table 4 shows the numbe rs and percentages of women who 
stated that they had special training a nd /or work experience which was 
requ ired of them; 37.6 percent of the women met the special require-
ments; 37.6 percent of the women involved in this study did not meet 
these re quirements for thi er jobs. 
TABLE 4 
SPECIAL TRAINING REQUIREMENTS MET 
Probably Probably 
Number Yes Yes Undecided No li2.. Perce nt 
67 X 60.0 
20 X 20.0 
4 X 4.0 
3 X 3.0 
_ 6 X ____§_,_Q_ 
100 99.0 
From table 5 results, it i s seen t hat 48.5 percent of the 
survey partic ipa nts indicated they are satisfied with their present 
j ob ac hi eveme nt, while onl y 19.8 percent sa id they were dissatisfied 
with the ir prese n t status on the j ob; 20.7 percent said they were 
probably satisfied with the ir present achievement ; 5.9 percent were 
undec ided on h ow they felt about this i ssue of job achievement. O nly 
4 . 9 percent sta t ed they were probably d i ssatisfied, See Tabl e 5 on page 30. 
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TABLE 5 
PRESENT SATISFACTION WITH JOB ACHIEVEMENT 
Probably Probably 
Yes Yes Undecided No .1i9_ Percent 
49 X 48.0 
2 l X 21.0 
X 6.0 
X 5.0 
X ~ 
101 100.0 
Responding to the question of whether they would accept a 
long-te rm managerial position if it were offered them, a majority of the 
women surveyed said they would not accept such a position. Eighteen 
and eight-tenths percent said they would accept a long-term managerial 
position. Fifteen and eight-tenths were undecided on whether or not 
they would accept the job if it were offered them. Fourteen and eight-
tenths percent stated they probably would not accept. Table 6 summarizes 
these results. This table can be seen on the following page. 
Table 7 shows the numbers and percentages of women who felt 
it was desirable to seek high level jobs if they had to work. Thirty-nine 
and four-tenths percent indicated it was desirable to seek high level jobs 
while 5. 9 percent said it was not desirable. Thirty-six and six-tenths 
percent of these women indicated they would not accept a~~long-term 
managerial position if it were offered them from the results seen in 
Table 6. 
Number 
19 
14 
16 
15 
__]]_ 
101 
Number 
60 
17 
6 
_6 
96 
TABLE 6 
EMPLOYEE OPINIONS TOWARD ACCEPTANCE OF 
LONG-TERM MANAGERIAL POSITIONS 
Yes Yes Undecid ed No No 
X 
X 
X 
X 
X 
TABLE 7 
DESIRABILITY OF SEEKING HIGH LEVEL JOBS 
Probably Probably 
Yes Yes Undecided No ~ 
X 
X 
X 
X 
X 
Perce nt 
19. 0 
14.0 
16 . 0 
15 .0 
~ 
100.0 
Percent 
59 .0 
17.0 
6 .0 
7 . 0 
__§_,_Q_ 
95.0 
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A majority of the survey pa rti c ipants said they woul d return to 
school for additi onal education if asked to do so by the ir managers. 
Thirty-six and s ix-tenths percent were those indicating an answer in the 
affirmative . Twenty -three and seven-tenths percent stated that they 
would not re turn t o school if requested to do so by management. Table 8 
shows the results of this question. 
Numbe r 
37 
16 
10 
14 
_1.i 
101 
TABLE 8 
EMPLOYEES WHO WOULD RETURN TO SCHOOL 
IF ASKED TO D O SO BY MANAGEMENT 
Probably Probably 
Yes Yes Undecide d No No 
X 
X 
X 
X 
X 
Percent 
37 .0 
16 .0 
9 .0 
14.0 
_]j_,_Q_ 
100.0 
Tabl e 9 s hows how women felt about retu rning to school for 
add itional education when getting promoted on the job depended on it. 
Forty - one and five -tenths percent sa id they would return to school for 
more educa tion, and ll. 8 percent said they woul d not, while 19 . 8 
percent of these women were undecided on what they would do . 
TABLE 9 
EMPLOYEE OPI NION TOWARD RECEIVING ADDITIONAL 
EDUCATION WHEN GETTING A PROMOTION DEPE NDED ON IT 
Probabl y Probabl y 
Number Yes Yes Undecided No No Pe rce nt 
42 X 41. 0 
19 X 19. 0 
20 X 20 . 0 
X 8 . 0 
_g X ~ 
10 1 100.0 
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Eig hty-three and one - tenths percent of the women surveyed said 
the educat ion requirement for their present job was a fair one. One and 
n ine-tenths percent sa id that the education requireme nt was unfair , and 
one and nine-tenths percent were undecided. Result s are in Tabl e 10. 
TABLE 10 
FAIRNESS OF EDUCATION REQUIREMENT 
Probabl y Probabl y 
Number Yes Yes Undecided No No Percent 
27 X 26.0 
12 X 12 . 0 
15 X 15 .0 
19 X 19 . 0 
27 X _1_Z_,_Q 
10 0 10 0. 0 
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Tabl e 11 shows the way the partic ipants responded when asked 
whether they would prefer re turning to school for additi ona l educa tion in 
order to get a promoti on as opposed to rema ining on the i r present job. 
Twenty-six and seven-tenths percent stated they woul d rather remain 
in their present j ob if being promoted meant they must re turn t o school, 
and twenty-six and seven-tenths percent said , "No " they would not 
prefer remaining on their pres e nt job. 
Number 
27 
12 
15 
19 
_E_ 
100 
TABLE 11 
PREFERENCE FOR RETURNING TO SCHOOL 
IN ORDER TO GET A PROMOTION 
Probably Probably 
Yes Yes Undecided No 
.!i2... 
X 
X 
X 
X 
X 
Percent 
27 . 0 
12 . 0 
15 .0 
19.0 
1.Z_,_Q_ 
100.0 
From the results shown in Table 12 on the foll owing page, it can be 
seen how the survey participants responded w he n asked if they would 
accept a promoti on in their present job if this meant they wou ld have t o 
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move out of their present Cache County location. Forty-seven and 
five-tenths percent said they would not want to be promoted if this 
meant moving to another location. Seventeen and eight-tenths percent 
said they would make a move in order to get a promotion. Ten and 
eight-tenths percent were undecided on how they would respond. 
TABLE 12 
DESIRE FOR PROMOTION REQUIRING RELOCATION 
Probably Probably 
Number Yes Yes Undecided No 
__!:!2. Percent 
18 X 18.0 
11 X 11. 0 
11 X 11.0 
13 X 13.0 
~ X .iZ_,__Q_ 
101 100.0 
As can be seen from Table 13, (7 3. 2) percent of the women who 
responded to the questionnaire said that in their opinion, women were 
just as capable of ccping with stress on the job as were men. Five and 
nine-tenths percent said they were not as capable of coping with stress 
as were men. Nine and nine-tenths of these women stated that females 
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were probably as capable as men. Some 6 .9 percent said tha t 
women probably were not as capable as men when confron ted with stress 
situations on the job. 
TABLE 13 
OPINIONS ON FEMALE CAPABILITY OF COPING WITH 
STRESS SITUATIONS ON THE JOB 
Probably Probably 
Number Yes Yes Undecided No No 
74 X 
10 X 
4 X 
X 
_6 X 
10 l 
Percent 
7 3 . 0 
10.0 
4.0 
7.0 
__£J)_ 
100.0 
Table 14 shows how women viewed the liklihood of their being 
promoted into a management position in their firm. As can be seen 
from the results in Table 14, a large majority , 41.5 percent of these 
women , felt it was unlikely that they would be promoted into manage -
ment. Seventeen and eight-tenths percent said they felt it was like ly 
that they would be promoted into a management j ob. Table 14 can 
be seen on the foll owing page . 
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TABLE 14 
LIKLIHOOD OF PROMOTION INTO MANAGEMENT POSITION 
Probably Probably 
Number Yes Ye s Undecide d No No Percent 
18 X 18.0 
ll X 11. 0 
X 9. 0 
2 1 X 21.0 
---.11. X .ll.JL 
101 100.0 
The pe rce ntage of wome n who felt it was a possibility that they 
could be promoted into a management position was 29.7 percent. 
Thirty-four and six-tenths percent of the women said it was not a 
possibility that they could be promoted into management. Five and nine-
tenths percent of the women surveyed were undecided on whether or not 
promotion into management was a possibility in their present job 
situation. Detailed results can be seen in Table 15 on the next page. 
Table 16 shows the perce ntages of women who had actually made 
inquiry about advancement possibilities on their job. Fifty-eight and 
four-tenths percent of these women had not inquired about advancement 
possibilities. Thirty-one and six-tenths percent of them had done so. 
Number 
30 
12 
18 
_lL 
10 l 
TABLE 15 
POSSIBILITY OF BEING PROMOTED INTO 
A MANAGEMENT POSITION 
Probably Probably 
Yes Yes Undecided No 
X 
X 
X 
X 
TABLE 16 
INQUIRY ABOUT ADVANCEMENT 
39 
1'!.9.. Percent 
30 o0 
12 0 0 
6 0 0 
18 0 0 
X .l.i..:.Q__ 
lOOoO 
32 0 0 
2 0 0 
300 
50 0 
X ~ 
100 00 
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Forty-one and five-tenths percent of the survey participants felt 
it was valid to work onl y for the purpose of meeting an imm ediate need 
and then quit. Twenty-five and seven- tenths percent of the women 
felt that working onl y to meet an immediate need was not a valid reason 
for working. Six and nine-tenths percent were undecided as can be seen 
in Table 17. 
TABLE 17 
VALIDITY OF WORKING FOR IMMEDIATE NEEDS ONLY 
Probabl y Probably 
Number Yes Yes Undecided No ]iQ_ Percent 
42 X 41.0 
15 X 15.0 
X 7.0 
11 X 11.0 
...lQ. X ~ 
101 100.0 
Table 18 shows the percentages and numbers of women who were 
actuall y working to meet an immediate need . Forty-five and fi ve - tenths 
percent, a lmost half of thes e women , stated they were not working just 
to meet a pressing need and planned then to quit work . Forty and five-
tenths percent stated t hat they were currently working just for the purpose 
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of mee ting a n immediate nee d and the n planned t o quit work, poss ibly. 
TABLE 18 
NUMBER WORKING TO MEET AN IMMEDIATE NEED 
Probably Probably 
Number Yes Yes Undecided No 1i2_ Perce nt 
41 X 40.0 
8 X 8. 0 
X 2 .0 
4 X 4 .0 
~ X __li,_Q. 
10 1 100 . 0 
A sma ll percentage of th e survey partic ipa nt s , 2 3. 7 percent , said 
that they fe lt they would be promoted on an equal basis as men in their 
firm. A larger percentage , 4 7 . 5 percent , stated they did not feel they 
would be promoted on an equal basis with men . 
TABLE 19 
ANTICIPATION O F PROMOTION ON EQUAL BASIS W ITH MEN 
Probably Probably 
Number Yes Yes Undecid e d No No Perc e nt 
24 X 24.0 
10 X 10 . 0 
X 7.0 
12 X 12.0 
~ X _E_,_Q_ 
101 100.0 
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Table 20 shows what wom e n fe lt on the matter of how well their 
education matched the job they we re c urrently performing . Twenty-eight 
and seven-tenths percent stated th e ir education would qualify them for 
a higher job than the one they were doing. Twenty and seven-tenths 
percent said they did not feel their current education 'M:luld qualify them 
for a higher level job. 
TABLE 20 
EDUCATION LEVELS QUALIFYING THEM FOR HIGHER JOBS 
Probably Probably 
Numbe r Ye s Yes Unde cide d No No Perc e nt 
29 X 28.0 
22 X 22.0 
14 X 14.0 
15 X 15 .0 
_1_! X LL..Q_ 
10 1 100.0 
Five and nine-tenths percent of the women included in this study · 
stated th e y did agree that promoting women into key management jobs 
was impractical. Fifty-six and four-tenths percent of the women involved 
in this study disagreed with the assumption that promotion of women into 
high le ve l management jobs was an impractical thing to do. Two and 
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nine-te nths percent said it was probably an impractical thing to do. 
Twenty-one and seven-tenths percent stated that it probably was not 
impractical to do this. Twelve and eight-tenths percent of the women 
were undecided on this issue. Tab.le 21 shows a composite of the 
results of this question. 
Number 
13 
22 
___fi!__ 
10 l 
TABLE 21 
IMPRACTICALITY OF PROMOTING WOMEN INTO 
MANAGEMENT POSITIONS 
Probably Probably 
Yes Yes Undecided No l!.2.. 
X 
X 
X 
X 
X 
Percent 
6.0 
3. 0 
13.0 
22.0 
~ 
100.0 
Table 22 shows how the women responded when asked whether 
they felt the need for special training and/or experience to get a 
promotion in their jobs. Twenty-eight and seven- tenths percent of 
them said they did feel the need for such training. Forty-one and five-
tenths percent did not feel the need for such training . See page 4 3. 
Number 
29 
14 
8 
8 
____1£ 
101 
TABLE 22 
OPINION TOWARD NEED FOR SPECIAL TRAINING 
AND/OR EXPERIENCE 
Probably Probably 
Yes Yes Undecided No No 
X 
X 
X 
X 
X 
44 
Percent 
29.0 
14.0 
8.0 
8.0 
.ti.JL 
100.0 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
summary 
This study was designed to determine the career images of fema l e 
workers in retailing occupations in Cache County, Utah. A questionnaire 
formulated to accomplish the task of pinpointing female attitudes about 
themselves was the instrument used to gather data for the study . Of the 
total 125 questionnaires distributed, 10 1 women responded. This yiel ded 
an 80 percent return on the questionnaires . 
Over half the women involved in this survey indicated they had a 
high school diploma or its equivalency, with 5. 9 percent indicating a 
four year college education, and . 9 percent with over four years coll ege. 
The majority of these women indicated they felt s ix months to one 
year was an adequate 1 ength of time to wait for a promotion in any given 
job . Sixty - six percent of a ll women surveyed , at l east met the pre-
empl oyment requ ireme nts for their particul ar job, with 5. 9 percent not 
meeting these requirements . 
The majority of t he women who participa ted in the study indicated 
that they were satisfied with their present achi evement on the j ob . When 
asked whether they would accept a long-term management position, 
46 
eighteen and e ight-tenths percent of the women said they would, while 
36. 6 percent of them indica ted they would not. Somewhat contradictory 
to the response given to the preceeding question, when asked if it was 
very desirable to seek a higher lev e l job if you must work, 89.4 percent 
of the women indicated a "Yes " answer, with only 5.9 percent stating "No." 
The majority of the women included in this study indicated they 
would return to school for additional training if their manager asked them 
to. However, when asked if e mpl oyers should require additional educa tion 
in order that the employee could get a promotion, 41.5 percent said "Yes" , 
and 11. 8 percent said "No." 
Eighty-three percent of the women surveyed stated thai they fe lt 
the education requirement for their present j ob was a fair one. One and 
nine-tenths percent indicated a " No " answer to this question. 
When asked whether they would prefer staying in their present job 
if getting a promotion meant returning t o school, the responses were: 
Twenty - six and seven-tenths percent "Yes "; 26.7 percent "N o ". 
Forty-seven and fi ve-tenths percent of the women indicated they 
would not like to receive a promotion if this meant they would have to 
l eave their present Cache County location. Seventeen and eight-tenths 
percent indicated a "Yes" answer to this question. 
Seventy-three percent of the women stated they felt women were 
just as capable as men when it came to handling stress on the job. Five 
and nine -tenths percent said they were not as capable as men of handling 
stress. 
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The majority of the women surv eyed sa id it was not like ly that 
they could be promoted into a management-type job in their firm , the 
question, "Is it possibl e for you t o be promoted into a management 
position ... " a l so brought an answer in the affirmative from the majority 
of the participants. 
Over half the women in this study said they had not inquire d about 
a promotion on their job. The majority of them stated that working to 
meet an immediate financia l need with no plans to continue working 
after the need was met, was a good enough reason for working. For ty 
and five-tenths percent of them were working to meet an immediate need, 
and 45. 5 percent of them were not. 
Forty-seven and five-tenths percent of these women indicated they 
did not believe they would receive a promotion as quickly as would a 
man in their firm. Twenty-three and seven-tenths percent said they felt 
they would be promoted as quickly as would a male employee. 
O nly 5 . 9 percent of the women felt that promoting women into 
management jobs was an impractical thing to do, with well over half, or 
56 . 4 percent, indicat ing they did not fee l this was an impractical thing 
to do . 
C oncl usions 
The following concl usions were drawn from the findings of this 
study: 
1 . It is possible for a woman to receive a retailing position in 
Cache County without vocational or technical training. 
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2. Women in retailing j obs in Cache County have a wide range 
of educa tiona! background. 
3. A majority of the women who participated in this study 
stated they would not accept a long-term management position, indicating 
that th ey do not have a desire to be a permanent part of the work force. 
4. Women in retailing jobs in Cache County are willing to 
receive additional education and training in order to prepare for job 
promotions, indicating that they are willing to do whatever is necessary 
t o be properl y qualified for a g iven job. 
5. Women in Cache County do not want to leave this area 
in order to get a job promotion. 
6 . Women feel that they are e qual in capability with men 
in the j ob marke t. 
7. Women in Cache County do not think it lik e ly that they 
will be promoted into top management jobs. 
8. Women in retailing jobs in Cache County tend not to inquire 
about advancement possibilities on the job. 
9. The women involved in this study do not feel that they will 
be trea ted on an equal opportunity basis with men where promotions are 
concerne d . 
10. Women in Cache County feel that they should be promoted 
into management positions requiring l ong-term commitment to the labor 
market. 
Recommendations 
The following recommendations were made on the basis of the 
findings in this study , and the conclusions reached: 
1 . Vocational and technical training should be made 
available to a ll women in Cache County. 
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2. An honest effort should be made on the part of management 
to make possibl e those career paths for which women are qualified . 
3 . Women should be free t o choose e ither a homemaking 
career or a career in the labor force. 
4 . Management should l et women know what avenues are open 
to them for job advancement. 
5 . Women must be willing to accept better jobs even if 
relocation is necessary. 
6 . Management s hould reassess its attitude toward women's 
ability to measure up to the level of men in handling job stress . 
7. Women must know that they can expect to be promoted into 
manageme nt or other top jobs on the same basis as can men. 
8. Women should seek to be aware of all the opportunities for 
job advancement. 
9. It should be stated company policy, and practice, that women 
will be treated on an equal basis with men where job promotions are concerned. 
10. Women empl oyees should be viewed tffi same as any other 
empl oyee by management, without regard to sex . 
so 
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APPENDIXES 
APPENDIX I 
COVER LETTER 
LETTERHEAD 
May 14, 1975 
Dear Participant: 
Having worked in industry for about 12 years , I have been 
intereste d in the status of women in various occupational fields. I am 
currently completing requirements for my Master of Science degree in 
Business Education at Utah State University. As part of the require -
ments for this degree, I am conducting a survey on the career im ages 
of women in retailing jobs in Cache County. 
Your coopera tion in filling out the enclosed questionnaire would 
be much appreciated . Although there is a place on the questionnaire 
for your name, address and phone number, this information is 
requested only for follow-up purposes. There will be no attempt to 
identify participants with a particula r business firm. 
A stamped , self-addressed envel ope is attached for your 
convenience in mailing the completed questionnaire back to me. 
Thank you very much for your help. 
Sincerely, 
Mary L. Waits 
/mlw 
Attachments 
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APPENDIX II 
EMPLOYEE QUESTIONNAIRE 
The following questionnaire has been designed to gather data on 
the career position of women who work in retailing jobs in Cache County 0 
The data will be used in developing a proposal which will be submitted 
in partial fulfillment of requirements for the Master of Science degree 
at Utah State University 0 
Your prompt response in compl eting and returning this questionnaire 
would be greatly appreciated 0 
Name: -----------------------------
Hom e Address: --------------------
Home Phone :----------------------
Directions: Circle the appropriate response 0 
Q What is your educa tiona! attainment? 
A lo Le ss than a high school dipl oma 
2 0 High school diploma or its equival ency 
3 0 Vocational or technica l school 
4 o Less than 4 years coll ege 
5o Four years college 
6 o Over four years college 
7 0 Other 
Q How long do you think is an adequate length of tim e to stay in a 
job before getting a promotion? 
A lo Less than six months 
2 0 Six months t o one year 
3 0 O ne year to two years 
4 0 Over two years 
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Directions: Select the answer which bes t describes the following s tate -
ments. Place your answe r in the space provided at the left . Choose your 
answer from the Answers Column, Numbers l, 2 , 3, 4, or 5. 
Answers: l. Yes 2. Probably Yes 3. Undecided 4. Probably No 5. No 
If special training was required for your present job, did you meet 
these requirements? 
Was special training and/or work experienGe required for your 
present job? 
Are you satisfied with your present achievement on the j ob? 
Would you accept a long -term managerial position if they were 
offered you? 
Is it ve ry desirable to seek a higher level job if you must work? 
If your empl oyer asked you to, would you return to school to ge t 
more training for your job? 
Should employers require additional education of employees if 
getting a promotion depends on it? 
Is the education requirem e nt for your present job a fair one? 
Would you rather remain in your present job if getting a promotion 
meant you would have to return to school for additional educa tion? 
Would you like to receive a promotion in your job within the next 
year, even if it meant that you would be moved to another l ocation? 
D o you think women are capable to coping with stress on the job as 
much as men? 
Is it !.!_k~ that your present job will allow you to be promoted into 
into a hL; her---say management-type job in your firm? 
Is it possible for you to be promoted into a management position 
from your present job? 
Have you inquired about advancement opportunities? 
Is working to meet an immediate financial need with no plans to 
continue working after this need is met, a very good reason for working? 
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Answers: l. Yes 2. Probably Yes 3. Unde cided 4. Probably No 5. No 
Are you working to meet an imm e diate need? 
D o you believe you will receive promotion as quickly as a male 
e mployee in your place of work? 
Does your educational background and training qualify you for a 
hig her position job? 
Do you agree that promoting women into key management positions 
is an impractical thing to do as they are subject to quit work at 
any time? 
Do you fee l the need for special training and/or expe rience to get 
promoted in your present j ob? 
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APPENDIX III 
FIFTEEN SELECTED RETAILING FIRMS 
l. J. C. Penney Company 
2. Sears Roebuck Company 
3, Ke ith O ' Brien 
4. Safe way 
5 . Alberts on's 
6 . Macey ' s 
7. Hale's Arctic Circl e 
8 . Pete ' s Spudnut Driv e In 
9. Sambo' s Restaurant 
10. Fredrico ' s Pizza 
11. The De l Mar Cl ub and Restaurant 
12. Low Cost Drug 
13. Hyrum Va!ley Drug 
14. Cache Va lley Publishing (Herald Journal) 
15 . Gra nd Central D epartment Store 
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